During the past few years, there have been growing interests on intellectual capital due to industrial changes on the market. Thus, identifying different ways to create, manage, and evaluate the impact of intellectual capital has remained an open area of research. One of the most important organizational capabilities, which could help organizations create and share knowledge is to effectively use knowledge to create competitive advantage. The primary objective of this study is to investigate the effects of intellectual capital on other components and their impacts on organizational learning capability using structural equation modeling. The statistical population includes 500 employees of an Iranian organization. The study uses a sample size including 273 people using Morgan statistical table. In our survey, human capital influences positively (0.330) on structural capital, human capital influences positively on relational capital (0.47) and relational capital influences positively on structural capital (0.455). In addition human capital influences positively on learning capabilities (0.06), structural capital impacts learning capabilities (0.355) and relational capital on learning capabilities (0.545).
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Introduction
One of the challenges in contemporary area of management and organizational behavior is to generate and strengthen organizational learning. Organizational learning could be gained through human capital or structural and helps people build better relationships and cooperation. Darvish et al. (2013) investigated the impacts of intellectual capital on other components and their effects on organizational learning capability. They reported that human capital, relational capital and learning capabilities had positive effect on organizational performance and relational capital positively impacted learning capability and human capital influenced positively on relational capital.
According to Moullin (2002) , capital is an essential source, which impacts certain areas and allows the individuals to get certain advantages through participation. Veismoradi et al. (2012) investigated the relationship between social capital and the learning organizational in one of Iranian organizations. They stated that social capital could impact learning organizational. Ali et al. (2012) studied the relationship between knowledge management practices and the organizational performance of Pakistan's telecommunication. They reported that knowledge management practices impacted organizational performance, which stated that organizations that prefer knowledge management practices got beneficial outcomes than their competitors did. Saeidipour et al. (2012) investigated the effect of "emotional intelligence" on "organizational learning" among employees in an Iranian organization. They implemented Wesinger Emotional Intelligence Questionnaire and organizational learning questionnaire to collect the necessary data. They explained that emotional intelligence impacted on organizational learning. Hsu and Fang (2009) studied intellectual capital and new product development performance by investigating on the mediating impact of organizational learning capability. Riahi-Belkaoui (2003) investigated intellectual capital and firm performance of some US multinational firms. Sonnier et al. (2007) investigated the relationship between profitability and disclosure to investigate the impact of intellectual capital. Organizational learning was an important source of contributing to firms' intangible assets. Organizational learning was built when each member understands the difference between optimal and present results and tries to resolve problems. Therefore, conventional method and scientific management are not able to use staff's capabilities. Effective implementation of staff is essential and organizational leadership needs reaching the necessary skills. Valaski et al. (2012) executed an investigation on how ontologies were being used in the organizational learning process. They determined 353 papers from 11 different databases and after applying the exclusion criteria, the set was limited to 11 works, which clearly fitted to the criteria described for review process. They classified them based on the structure and level of the ontologies.
Yu Yuan Hung et al. (2010) utilized a survey information from a Taiwan high-tech industry to introduce an integrative framework of dynamic capability. They stated that although organizational learning culture substantially influenced performance, its effect was mediated by dynamic capability. They also gave some supporting evidence for the hypothesis that process alignment effects performance either directly or indirectly through dynamic capabilities.
In this paper, we present an empirical study to re-examine the previously published work by Darvish et al. (2013) using structural equation modeling. The organization of this paper first presents details of the hypotheses in section 2 and section 3 presents details of our results. The paper ends with concluding remarks to summarize the contribution of the paper.
The proposed study
The main hypothesis of this survey is as follows, Hypothesis 1: Three components of intellectual capital including human capital, structural capital and relational capital influence on each other.
The first hypothesis consists of three sub-hypothesis as follows, 1. Human capital influences positively on structural capital.
2. Human capital influences positively on relational capital.
3. Relational capital influences positively on structural capital. 3. Relational capital influences positively on learning capabilities.
The proposed study of this paper uses the following formula to calculate the minimum number of sample size,
where N is the population size, and N=500, the number of sample size is calculated as n=273. The proposed study of this paper designed a questionnaire based on the existing literature (Bontis et al., 1999; Bontis et al., 2000; Bontis & Serenko, 2009; Brooking, 1996) . Cronbach alpha (Cronbach, 1951 ) is calculated as 0.898, which is well above the minimum acceptable level.
In terms of gender, 94.6% of the participants were male and only 5.4% of them were female. Most of them were middle age people and 82.78% of them maintained bachelor degree of science, 13.55% of them had master or higher degrees and only 3.66% of them maintained 2-year college degree. As we can observe from the results of Table 1 , there are positive correlations between learning capabilities, human capital, relational capital from one side and organizational performance from the other side when the level of significance is one percent. In addition, there are some positive correlations between learning capabilities with human and relational capital when the level of significance is five percent. Finally, we observe a positive correlation between relational capability and human capital when the level of significance is five percent. Cronbach alpha are calculated within the desirable limit, which validates the results.
The results
In this section, we use regression analysis to study the effects of different variables on organizational performance. The first regression model is as follows, In Fig. 1 , the top ellipse is associated with relational capital (0.221), the left ellipse represents structural capital (0.457), the right ellipse is associated with learning capability and downside ellipse is related to human capital (0.000). Ellipse boxes represent hidden variables and rectangular boxes represent explicit variables. Statistical observations including Chi-Square/df, RMSEA, GFI, CFI and other components relatively confirm the results. There are two groups of variables in Fig. 1 , which are endogenous or downstream and exogenous or upstream. The endogenous or downstream variables accept influences from other variables. However, exogenous or upstream do not accept any influence from other variables and, in fact, these variables impact other variables. Any number between ellipse and rectangular represent loading factor and other relationships are path coefficients and the bigger number represents the bigger impact.
Based on the results shown in Fig. 1 , the first sub-hypothesis associated with the first hypothesis has been confirmed and we can conclude that human capital influences positively (0.330) on structural capital. The second sub-hypothesis studies whether human capital influences positively on relational capital and according to our survey there is a positive relationship (0.47) between these two components. The third sub-hypothesis investigates the relationship between relational capital on structural capital and according to the results of Fig. 1 , relational capital influences positively on structural capital (0.455). Therefore, we can confirm the first main hypothesis.
The first sub-hypothesis of the second hypothesis is associated with relationship between human capital and learning capabilities and according to our survey there was a weak relationship between these two components (0.06) and we can conclude that human capital influences positively on learning capabilities. The second sub-hypothesis studies the relationship between structural capital and learning capabilities and the results of our survey indicates that there is a positive (0.355) from structural capital towards learning capabilities. Finally, the last sub-hypothesis investigates the relationship between relational capital and learning capabilities and the results of our survey indicates that there is a positive effect from relational capital on learning capabilities (0.545). Therefore, the second main hypothesis is also confirmed.
Conclusion
In this paper, we have studied the impact of human, structural and relational capital on organizational learning using structural equation modeling. The study has been used for a real-world case study in Iran and the results have indicated that human capital, relational capital and learning capabilities have positive impact on organizational performance. In our survey, human capital influences positively (0.330) on structural capital, human capital influences positively on relational capital (0.47) and relational capital influences positively on structural capital (0.455). In addition human capital influences positively on learning capabilities (0.06), structural capital impacts learning capabilities (0.355) and relational capital on learning capabilities (0.545).
